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EXECUTIVE SUMMARY 


This is the U.S. Office of Personnel Management’s (OPM) Fiscal 
Year (FY) 1992 Annual Report to Congress on the implementation 
of Public Law 95-454, the Federal Equal Opportunity 
Recruitment Program (FEORP). In carrying out its 
responsibility under law and in support of the 
Administration’s conviction that the quality of Government 
depends upon attracting and retaining the best employees from 
all sources, OPM continued to provide leadership to Federal 
agencies in attracting and retaining qualified women and 
minorities at all levels who reflect the diversity of 
America’s citizens. To this end, OPM has established 
partnerships with Federal agencies, academic institutions, 
professional organizations, and constituency groups. These 
efforts to attract a diverse population into the Federal 
service are complemented by programs to provide opportunities 
for development and advancement and to address the career 
needs of an increasingly diverse workforce. 


OPM AND AGENCY PROGRAM HIGHLIGHTS: 


Under OPM’s leadership, Federal agencies use partnerships and 
student employment programs to recruit and equip students with 
the kinds of skills that the agencies need. Programs aimed at 
preparing students for professional jobs in engineering, 
computer science, mathematics, and other technical fields are 
most popular. 


The development and advancement of minorities and women within 
the workforce have received increased scrutiny as a result of 
a number of "glass ceiling" reports. Agencies have reported 
an increasing number of studies where they have looked 
internally at barriers to the advancement of women and 
minorities. OPM and agencies continue to use managerial and 
executive development programs to prepare high potential 
candidates, including minorities and women, for advancement up 
the career ladder. 


Family issues, such as dependent care and freedom from sexual 
harassment in the work place, are being addressed as well. 
Such issues have an impact on the Federal Government’s ability 
to attract and maintain a quality and diverse workforce. 


Downsizing is another challenge facing the Federal Government 
in the ’90’s. OPM encourages agencies to use the new 
automated information and referral systems to publicize 
vacancies and consider Federal employees whcse jobs will be 


eliminated as the Federal workforce shrinks over the coming 
years. The Federal Government needs to assure that, while 
achieving reduction targets, it does not lose momentum toward 
a workforce that at all levels reflects the diversity found in 
the civilian labor force. 


STATISTICAL HIGHLIGHTS: 


While overall Federal employment dipped slightly in 1992, 
Federal employment of Asian Americans, Hispanics, and Native 
Americans continued to grow both in real numbers and as a 
percentage of the total Federal workforce. 


Hispanics remain underrepresented in the Federal workforce 
(5.6 percent) compared to their numbers in the civilian labor 
force (8.9 percent). However, the gap is smaller this year 
than it was in 1991. The only other group that is 
underrepresented in the Federal workforce is white women. 
While they comprise 34.9 percent of the civilian labor force, 
they are 28.0 percent of the Federal workforce, a decline of 
0.2 percentage points in 1992. 


Employment in professional, administrative, and technical 
occupations continued to grow in 1992 (up 3.1 percent), with 
minorities and women occupying an increasing share of the 
positions. Minorities occupy 23.6 percent of professional, 
administrative, and technical positions, an increase of 0.7 
percentage points during 1992. Women occupy 42.2 percent, up 
0.8 percentage points in 1992. 


Employment in clerical and blue collar occupations continued 
to decline. The number of clerical jobs dipped by almost 
41,000, a decrease of 11.6 percent during 1992. The result 
has been a loss of more than 33,000 jobs that were previously 
held by women causing an overall reduction in the percentage 
of women in the Federal workforce, down from 43.3 percent in 
1991 to 43.1 percent in 1992. 


BACKGROUND 


This is the Office of Personnel Management’s (OPM) Fiscal Year 
1992 annual report to Congress on the implementation of the 
Federal Equal Opportunity Recruitment Program (FEORP). This 
report is prepared and submitted in accordance with Public Law 
95-454, section 310 of the Civil Service Reform Act of 1978, 
codified at 5 U.S.C. 7201. Each agency is required to conduct 
a program to recruit women and minorities from within and 
outside the Federal Government for Federal civil service job 
categories where they are underrepresented, as compared to 
their numbers in the overall workforce. The purpose of this 
report is to provide Congress with personnel data and 
information on the activities of OPM, as the lead agency, and 
other executive agencies, to evaluate the effectiveness of the 
recruitment program established for each civil service job 
category and for each minority group designation. 


The data furnished in this report were taken from OPM’s 
Central Personnel Data File (CPDF). The CPDF is a reporting 
system containing Federal civilian workforce data. OPM’s 
reporting requirement under 5 U.S.C. 7201 covers a population 
of 2 million employees. This figure does not represent the 
entire Federal workforce. About 1 million Federal employees, 
the great majority of whom work for the U.S. Postal Service, 
are not covered by FEORP. A list of the 63 executive 
departments and agencies covered by FEORP is included in 
Appendix A. 


For purposes of this report, the Federal workforce includes 
the General Schedule, the Performance Management and 
Recognition System, the Senior Executive Service, and the 
Federal Wage Grade pay systems. It includes all work 
schedules (full-time, part-time, and intermittent) and tenures 
(permanent and temporary). 


The occupational categories covered by this report include: 


Professional 
Administrative 
Technical 

Clerical 

Other White Collar 
Blue Collar 


The groups reported include: 


Asian American Men 
Asian American Women 
Black Men 

Black Women 

Native American Men 
Native American Women 
Hispanic Men 
Hispanic Women 

White Men 

White Women 


Throughout the report, the term minority is used when 
referring to men and women in the nonwhite groups. The terms 
Asian American, black, Native American, Hispanic, and white 
refer to the specific groups without regard to gender. The 
term women refers to all women, white and minority. 
Similarly, the term men refers to all men, white and minority. 


Therefore, it is generally not appropriate to combine 
statistics for women and statistics for minorities. The 
figures for women may already include some minorities and the 
figures for minorities may already include some women. 


The Federal workforce statistics are compared to the civilian 
labor force data compiled from the annual averages published 
in the Bureau of Labor Statistics publication, Current 
Population Survey, and were adjusted to include data on Puerto 
Rico supplied by the Bureau of Labor Statistics, Commonwealth 
of Puerto Rico. 


OPM INITIATIVES 


STUDENT EMPLOYMENT PROGRAMS: 


Student employment programs continue to be effective 
recruiting tools to develop the talent necessary to meet 
future critical occupational needs of the Federal Government. 
These programs--the Cooperative Education Program, the Federal 
Junior Fellowship Program, and the Stay~-in-School Program-- 
have proven to be successful recruiting vehicles for 
Giversity. In 1991, 60 percent of student employees in these 
programs were women and one out of two were minorities (1992 
data are not yet available). All minority groups participate 
in student employment programs at a higher rate than in the 
Federal workforce or in the civilian labor force. 


In January 1992, OPM issued personnel guidance that provides 
descriptions of each program. The descriptions are in the 
form of a matrix to be used as a reference tool by recruiters, 
program managers, personnel officers, career counselors, and 
students, and the general public. 


STUDENT EMPLOYMENT PROGRAM PARTICIPATION 
BY RACE/NATIONAL ORIGIN 


STAY-IN- SCHOOL 


PROGRAM (13.068 Students) | 
Aa of March 91, 1001 


PARTNERSHIPS: 


OPM promotes partnerships among Federal agencies, educational 
institutions, occupational and community groups, and other 
private and public sector organizations as a means of 
achieving mutual employment goals. Partnerships with 
organizations that have high minority memberships serve as 
effective links between Federal agencies and underrepresented 
groups. OPM has several highly visible national partnerships 
that are discussed below. 


In August 1992 an HBCU Federal Employment Advisory Group was 
created. The chartering of this group is the result of 
ongoing activities among OPM and several partners since 
Executive Order 12677 was signed on April 28, 1989. The 
advisory group is comprised of HBCU presidents, personnel 
directors, the Executive Director of White House Initiatives 
on HBCU’s, and the President of the National Association for 
Equal Opportunity in Higher Education (NAFEO). The Advisory 
Group was created to advise the Director of OPM and Federal 
agencies on initiatives to enhance the hiring of students and 
graduates from these institutions by the Federal Government 
(Section 11 of Executive Order 12677). 


On October 29, 1992, OPM issued Federal Personnel Manual 
Letter 330-17, announcing the establishment of the group and 
alerting the Federal human resources community of their goals 
and objectives: to build partnerships, promote Federal 
empioyment programs, and evaluate progress. The advisory 
group meets two to four times a year. Their most recent 
meeting was on November 6, 1992. 


In 1990, OPM, HACU, and National Image, Inc., entered into an 
agreement called "Project Partnership" to increase the 
representation of Hispanics in the Federal workforce through a 
strategic approach to the use of Federal student employment 
programs. To date, a wide range of ideas, initiatives, and 
local agreements have been generated enabling many Hispanic 
students to learn about Federal student employment programs 
and the challenging careers possible with the U.S. Government. 


In April 1992, the Director of OPM sent a letter to heads of 
departments and agencies encouraging them to support and 
commit to this partnership and shared with them the highlights 
of a model program that is working effectively in the State of 
New Mexico. 


Since the initiation of "Project Partnership," the number of 
Hispanics enrolled in the cooperative education program has 
increased from 1,147 in 1990 to 1,544 in 1991. This increase 
represents 400 more students, a 35 percent increase in one 
yeer. 


Hispanic Federal Emp! Advisory G 


In September 1992, the Hispanic Federal Employment Advisory 
Group met for the first time. Again, the creation of this 
group was the result of a strategic plan which officially 
began with the previously mentioned "Project Partnership." 
The function of the group is to consult with the Director of 
OPM and the Federal agencies on the development of personnel 
policies that affect the recruitment and advancement of 
Hispanics in the Federal workforce. Membership includes 
presidents from HACU institutions, directors of personnel from 
Federal agencies, presidents of IMAGE and SER-Jobs for 
Progress, and other key Hispanic community-based 
organizational leaders. 


Trabajos 2000 


In April 1992, in a major effort to increase Hispanic 
representation in the Federal workforce, OPM signed an 
employment initiative with SER-Jobs for Progress National, 
Inc. SER is a nationwide network sponsored by the League of 
United Latin American Citizens (LULAC) and the American GI 
Forum of the United States. It initiates and supports 
programs, with special emphasis on the needs of Hispanics in 
the areas of education, training, employment, business and 
economic opportunities. The organization operates 131 
programs throughout the United States. 


The objective of the OPM-SER agreement is to promote 
recruitment and employment opportunities for individuals who 
participate in SER programs. Examples of some of the 
activities in the agreement include: 


® OPM will work cooperatively with SER to develop Federal 
job information ventures. 


e OPM will participate and encourage Federal agencies to 
participate in job fairs, career days, and annual and 
regional conferences heid by SER organizations. 


© OPM will provide SER with information on current and 
future employment needs. 


®e SER will provide Hispanic employment referrals to Federal 
agencies. 


e SER organizations will work with local OPM offices to 
implement the agreement. 


e OPM and SER will work together to establish effective 
communications between the SER Network and the Federal 
community. 


Federally Employed Women (FEW) 


As part of OPM’s and FEW’s continued recognition of the value 
of a cooperative working effort, acknowledged by an agreement 
signed by OPM and FEW in 1991, the former Acting Director of 
OPM met with FEW representatives in August 1992. As a result 
of mutual goals and concerns discussed at this meeting, OPM 
wili continue to work with FEW in improving employment and 
career development opportunities for women in the Federal 
civil service. 


OPM is represented on the Board of Directors of the National 
Coalition of Employers, a nationwide organization of public 
and private employers dedicated to improving cooperative 
education employment opportunities for Hispanics and Native 
Americans. OPM provides information about the number and 
variety of cooperative education programs in the Federal 
Government, coordinates communication with Federal agencies, 
and worked with the Coalition to establish a strategic plan. 
During 1992, OPM participated in quarterly Coalition meetings 
and assisted in planning the group’s first annual conference. 


Council for Excellence in G ) 


OPM is in the fourth year of its partnership with the Council 
for Excellence in Government, a nonprofit organization that 
focuses attention on the importance of public service. The 
program, known as "Opportunities in Public Service," seeks to 
improve attitudes toward Government and public service. 
Through this program, current and former Government officials 
speak on a variety of topics at campuses throughout the 
nation. Topics include: personal experiences of individuals 
who hold or formerly held positions in Government, the variety 
of public service careers, and specific issues now facing the 
nation. Many HBCU and HACU campuses are included. Funding 
for the program is made possible by a grant from the Ford 
Foundation and a consortium of Federal agencies. 


Woodrow Wilson "Visiting" Public Service Fellows Program 


The "Visiting" Public Service Fellows Program is conducted by 
the Woodrow Wilson National Fell~. = » Foundation, a nonprofit 
organization that seeks to impr: .< wwmunication between the 
academic and nonacademic worlds The program features 2-3 day 
visits by public service officia. 2 the campuses of small 
liberal arts colleges geographically isolated from 
metropolitan centers. OPM worked with the Foundation to 
create the 1991-1992 academic year pilot program that involved 
participation by six Federal agencies - the National 
Aeronautics and Space Administration, the Environmental 
Protection Agency, and the Departments of Treasury, Commerce, 
and Health and Human Services. OPM and the Foundation are 
planning the 1992-1993 academic year program in collaboration 
with Federal agencies. 


JOB FAIRS, CAREER DAYS, AND OTHER EVENTS: 


Early in 1992, OPM provided agencies with two calendars: one 
listed Special Events and Observances and the other listed Job 
Fairs and Career Days. The calendars alert Federal agencies 
to the dates and locations of a number of recurring activities 
for possible inclusion in their recruitment programs. Thirty- 
one events and observances targeting a variety of groups and 
154 job fairs and career days, many at HBCU and HACU 
institutions or in communities with high minority populations, 
were listed. New calendars in hard copy and on electronic 
bulletin boards are being issued early in 1993. 


Some of the national events attended by OPM representatives in 
1992 included: 


e Government Workplace Conference 

®¢ Blacks in Government Annual Conference 

e League of United Latin American Citizens Annual 
Conference 

e National Conference of Puerto Rican Women 

e Conference on the Employment of People with 
Disabilities 

® International Personnel Management Association 
Conference 

® National Council of Negro Women’s Annual Convention 

@® National Council of La Raza Conference 

e National Association for the Advancement of Colored 
People’s Annual Conference 

e Federally Employed Women’s Annual Conference 


FY 1992 was the first year of full implementation of OPM’s new 
automated Job Fair Information System. The system includes 


information on job fairs and career days throughout the 
nation. New items may be added at any time. The Job Fair 
Information System is part of the Federal Job Opportunities 
Bulletin Board. It can be accessed by anyone who has a 
computer equipped with a modem and basic communications 
software. The Federal Job Fair Information System included 80 
job fairs and 607 career days during 1992. 


LOCAL AND REGIONAL PROGRAMS AND EVENTS: 


Throughout the year, OPM regional and local staffs have worked 
with Federal agencies, educational institutions, and community 
groups to form partnerships, promote Federal employment 
programs, and sponsor events. Below are selected highlights 
from an array of activities. 


The Region established and is chairing a steering committee 
composed of HBCU and agency representatives to address common 


issues and concerns and explore ways to further the goals of 
the national HBCU partnership. 


The Region taped a 30-minute talk show at Clark Atlanta 
University, an HBCU, for the metropolitan Atlanta Cable 
Network. The show provided information to students and the 
general public on Federal job opportunities and employment 
programs. 


Chicago Region 


The Region co-sponsored "Survival of the African-American 
Male: A Call to Action Summit." Over 300 participants 
attended the event held at the University of Missouri. Topics 
included Parenting for Survival, Workforce Preparation and the 
Work Ethic, Barriers to Employment and Work Retention, and 
Substance Abuse. 


The Region took part in the Hispanic Alliance for Career 
Enhancement (HACE) career conference, one of the most 
successful yearly conferences for Hispanics held in the 
Midwest. HACE is a Midwest group established in 1982 to 
respond to the need among Hispanics for support in their 
professional planning and advancement. 


OPM’S Detroit Service Center co-sponsored its second "Co-op 
Expo" which took place on the campus of Cleveland State 
University. It brought together Federal agencies with an 
interest in cooperative education programs and school 
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placement officials to discuss Federal co-op programs and 
recommend strategies for placing co-op students in Federal 
agencies. The event attracted participants from 10 Federal 
agencies and 21 colleges. 


Dallas Region 


Regional staff participated in PROJECT UPLIFT’S first annual 
Science, Engineering, and Biotechnology Career Expo in the 
Denver area which was held at Lowry Air Force Base. Of the 49 
exhibitors at the expo, half were Federal agencies or their 
components. Over 600 high school students from the Denver 
area attended. 


Regional staff participated in the Third Annual New Mexico 
American Indian Student Career Conference designed to inform 
high school students of different career opportunities. The 
career fair had 33 Government and private sector organizations 
represented with approximately 600 students attending. 


For the sixth consecutive year, Dallas regional staff 
supported, promoted, and participated in the annual Rio Grande 
High Technology Job Fair held in Albuquerque, New Mexico. 

Over 800 university and college students were invited to meet 
with private and public sector employers from across the 
United States. 


General highlights include the following: Dallas promoted 
Project Partnership relationships by conducting over 30 
presentations for various Federal and private organizations. 
The Region provided outstanding support to the National Image 
Conference and to OPM’s "In Search of Answers." Project 
Partnership, New Mexico, is the most successful cooperative 
venture for the preparation of Hispanic students for 
professional and administrative jobs, and the Albuquerque 
Service Center Manager is a key partner. The regional 
director serves on the board of SER-Jobs for Progress 
National, Inc., and the Region has agreed to take the lead in 
training IMAGE members to be effective recruiters for their 
agencies. 


The New York Service Center met with representatives of the 
retail, finance, service, transportation, construction and 
manufacturing sectors in New York City. This was the first 
step in forming a long-range partnership with the New York 
Board of Education to develop a model career preparation 
system for students in New York City schools. 
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The Syracuse Service Center participated in a job fair at the 
State University of New York held in conjunction with the 
second annual African, Latino, Asian, and Native American 
Student Leadership Conference. 


San Francisco Revi 


The Region has pursued partnerships with specific 
underrepresented groups. Examples are the Anchorage Service 
Center’s efforts with the Alaska Native Employment Network, 
minivan visits to schools with substantial enrollment of 
African-American students, and the University of Washington’s 
Minority Science and Engineering Program focus groups 
including Native American, black, and Hispanic students. The 
San Francisco Service Center is a member of the Public Service 
Academy at Santa Teresa High School in San Jose and 
coordinated involvement by other Federal agencies in this 
experimental academy. 


The Honolulu Service Center established a College Council that 
will meet periodically to exchange information between two- 
and four-year schools and the Federal community. 


The Los Angeles Service Center implemented the pilot Project 
Partnership-West. This is a joint venture with the California 
Employment Development Department and HACU in Southern 
California. 


Washington Area Service Center 


The Center is supporting a partnership with the U.S. 
Department of Labor and the District of Columbia (DC) Public 
Schools on a pilot project called "Workplace Basics." The 
project is designed to prepare students for the school-to-work 
transition. 


The Center is the primary coordinator of the Saturday Academy 
Program, cosponsored by Aetna Life and Casualty, Howard 
University, and the DC Public Schools. This program targets 
local schools with large minority enrollments. A 10-week 
session provides 7th grade students the opportunity to 
cultivate skills in communications, mathematics, science, and 
computers. Students also receive an opportunity to 
participate in a Shadow Day at OPM, where they spend a day 
with an OPM employee to experience the world of work. 


The Center undertook a pilot partnership with the DC Public 


Schools to introduce senior high school students to the 
opportunities and benefits of pursuing Federal careers. 
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The pilot program also sought to improve the students’ pass 
rate on OPM’s clerical entrance test. The pilot targeted 
approximately 900 students in grades 9 through 12. 


The Center’s staff developed the Student Employment Programs 
database to assist high school and college students to explore 
student employment opportunities offered at local Federal 
agencies. The program has been distributed to local academic 
institutions. More than 40 Federal agencies have included 
their programs in the database, listing information such as 
preferred college majors, possible tuition assistance, work 
schedule and duties, and the name and phone number of a 
contact person. The information will be updated semiannually. 


ADMINISTRATIVE CAREERS WITH AMERICA (ACWA) : 


Many of the Federal Government’s entry level (grades 5 and 7) 
new hires came through the Administrative Careers With America 
(ACWA) examination. Information on appointments of blacks and 
Hispanics, discussed below, is available as part of a special 
study. Women are not reported separately under the study. 
Native Americans and Asian Americans are not reported at all. 
Therefore, the figures here are somewhat smaller than the 
total hires. For the 12-month period ending June 1992, 859 
appointments were made from ACWA. Blacks accounted for 8.6 
percent and Hispanics accounted for 5.5 percent of the hires. 


During that same period Federal agencies appointed 2,290 
"Outstanding Scholars." (Outstanding scholars are students 
graduating in the top 10 percent of their class or with grade 
point averages of 3.5 or higher. Without regard to the ACWA 
examination, agencies may recruit and hire Outstanding 
Scholars for the positions in the approximately 100 
occupations covered by the ACWA.) Blacks accounted for 8.1 
percent and Hispanics accounting for 3.7 percent of the 
Outstandiang Scholar appointment. 


Movement within the Federal workforce -- internal mobility -- 
is the most popular means of filling grade 5 and 7 positions 
in administrative occupations. For the year ending in June 
1992, 8,994 positions were filled by promotion or reassignment 
of employees already on the rolls. Twenty-two percent of 
those employees were black and 7 percent were Hispanic. 


PRESIDENTIAL MANAGEMENT INTERN (PMI) PROGRAM : 


The Presidential Management Intern Program provides a Federal 
career starting point for high potential graduate students who 
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have demonstrated a commitment to public service. During the 
two-year internship, PMI’s receive formal and on-the-job 
training and developmental opportunities through rotational 
assignments to Federal agencies. 


Each year, approximately 200 of the more than 1,000 
individuals nominated by universities are placed in this 
competitive internship. The interns are hired at the grade 9 
level, promoted to grade 11 after the first year, and to a 
grade 12 position upon successful completion of the progran. 


The PMI program is steadily increasing its representation of 
minorities, persons with disabilities, and candidates from 
diverse academic disciplines. Women have consistently made up 
more than 50 percent of PMI’s. 


The PMI program works actively with a number of organizations 
serving minority constituencies, including the Council of 
Historically Black Graduate School Deans, the American 
Association of Higher Education, the American Indian Science 
and Engineering Society, the Conference of Minority Public 
Administrators, the Council of Graduate Schools, the Hispanic 
Association of Colleges and Universities, and the National 
Association for Equal Opportunity in Higher Education. 


WOMEN’S EXECUTIVE LEADERSHIP (WEL) PROGRAM : 


The Women’s Executive Leadership Program spans 12 months and 
is open to men and women at grades 11 and 12 who have little 
or no supervisory work experience. The program provides 
participants with formal training, developmental work 
experiences, needs assessments, and career planning. In the 
WEL Program classes, women currently comprise about 90 percent 
of the participants. While minority representation is 
currently at 33 percent, it is expected to increase in future 
years. 


EXECUTIVE POTENTIAL PROGRAM (EPP) : 


The Executive ntial Program is a 12-month career 
enhancement p: n providing training and developmental 
experiences fc yh potential grade 13 and 14 level employees 


who show promise for moving into senior management positions. 
Enrollment has grown substantially since 1989, reaching a 
total of 177 in 1992. During that period the curriculum was 
reviewed and expanded. The program now provides managerial 
needs assessments, individual development plans, developmental 
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work assignments, and residential training. Women have 
constituted approximately 50 percent of the EPP and minorities 
20 percent. 


Longitudinal studies are currently under way of WEL program 
graduates and EPP graduates to assess results and benefits of 
the programs. 


GLASS CEILING : 


In the fall of 1991, several major reports were issued raising 
public awareness of the existence of a "glass ceiling," a 
transparent, invisible set of barriers in the workplace that 
prevents qualified women and minorities from advancing to 
organizational leadership positions. OPM undertook its own 
review of underrepresentation of minorities and women at 
higher levels in the Federal Government by comparing Federal 
workforce data to that of the civilian labor force. The 
analysis includes projections of employment trends showing the 
likely progress of minorities and women toward meeting full 
representation at all levels by the year 2000. (See Appendix 


B, Pipeline Analysis.) 
The Pipeline Analysis presents a view of the numbers of 


minorities and women at various grade levels leading up to the 
senior executive levels, consolidating data for all 
professional and administrative occupations. This review led 
OPM to conclude that to address the challenge of increasing 
diversity at the higher levels, one must look at the 
occupational makeup of executive positions and the skills and 
qualifications of those in the "pipeline." To plan effective 
recruitment and development programs, both internal (i.e., 
promotions) and external (i.e., new hires) skills and 
qualifications must be matched with occupational requirements. 


Based on the Pipeline Analysis, which depicts the percentages 
of women and minorities in the Senior Executive Service (SES) 
and in the pipeline to SES, OPM concluded that improving the 
Federal Government’s record with regard to the "glass ceiling" 
is a high priority. 


Early in FY 1992, an internal OPM group was formed to look at 
what OPM might do in light of its leadership in the area of 
human resources development. This group made numerous 
recommendations that support and encourage the preparation and 
advancement of women and minorities into management and 
executive leadership positions. 


The group has been enlarged to include other key offices of 
OPM and agencies, and its scope expanded to include a variety 
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of human resources issues beyond training and development. 
OPM hosted two planning meetings in the fall of 1992. 
Directors of personnel, human resources development, and civil 
rights from more than a dozen agencies attended. These 
meetings mark the beginning of a Federal Government dialogue 
to explore actions that could be taken jointly. 


In October 1992, tne U.S. Merit Systems Protection Board 
issued the report "A Question of Equity: Women and the Glass 
Ceiling in the Federal Government." This report included a 
number of findings and recommendations, which OPM supports and 
plans to incorporate into our activities and guidance to 
assist, monitor, and evaluate agency Federal Equal Opportunity 
Recruitment Programs. 


SUCCESSION PLANNING IN THE SENIOR EXECUTIVE 
SERVICE : 


In April 1992, OPM cosponsored a conference on executive 
succession planning. One hundred ninety (190) representatives 
from 56 agencies attended. The issue of succession planning 
is critical at this time because of (1) the potential loss of 
a large number of Federal executives who are expected to 
retire in 1994, after completing 3 years under the new SES 
salary structure, and (2) the loss of personnel from early 
retirements as a consequence of agency downsizing efforts. 

One continuing theme throughout the conference and in 
subsequent presentations on succession planning has been the 
opportunity to substantially increase the diversity of the 
executive workforce by identifying, recruiting, and developing 
women, minorities, and persons with disabilities for future 
executive vacancies. 


As OPM continues to focus attention on succession planning at 
all levels of the pipeline, we will incorporate the findings 
and recommendations of the MSPB and other glass ceiling 
reports in our presentations and guidance to agencies. 


WORK AND FAMILY : 


OPM issued a report to Congress, "A Study of the Work and 
Family Needs of the Federal Workforce," on the use of work and 
family programs in Federal agencies. The study documented 
findings on employee attitudes and needs in the dependent care 
area. Based on a recommendation of the report, OPM has 
established a Work and Family Program Center to provide 
leadership and assistance in developing Federal work and 
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family policies and programs. As one of its first 
initiatives, the Center has established an Interagency 
Partnership on Work and Family to address significant 
dependent care issues. Partnership agencies include the 
General Services Administration, the Departments of Defense, 
Health and Human Services, Labor, Transportation, Justice, and 
Veterans Affairs. 


SEXUAL HARASSMENT : 
OPM has acted to sensitize managers and employees to sexual 
harassment issue*. These actions include a widely publicized 


memorandum to personnel directors. The memorandum reminds 
agencies that sexual harassment is prohibited as a form of 
discrimination under Title VII of the Civil Rights Act, and 
that it is contrary to the merit system principle requiring 
that all employees "maintain high standards of integrity, 
conduct, and concern for the public interest." 


OPM presented a special workshop on sexual harassment at its 
Symposium on Employee and Labor Relations. In addition, the 
Dallas Regional Training Center conducted a satellite 
television broadcast training course entitled "Preventing 
Sexual Harassment," in August 1992. More than 8,000 
participants at more that 50 sites across the country took 
part in this training. 


During FY 1993, OPM will update the Federal Personnel Manual 
guidance on adverse actions to include a discussion of sexual 
harassment charges and the difference between charges made 
under Title VII and those made under agency standards of 
conduct. 


IN SEARCH OF ANSWERS : 


In April 1892, OPM completed a series of meetings in 7 major 
cities with large Hispanic populations throughout the 50 
states and Puerto Rico. The meetings brought together 
representatives of the Hispanic community and Federal agencies 
to address the question of how to recruit and retain Hispanics 
in the Federal workforce. A wide variety of issues and 
concerns were discussed. OPM is preparing a report of the 
results, which will be shared with the Federal Hispanic 
Employment Advisory Group and Federal agencies. The report is 
expected to influence the direction of current Hispanic 
recruitment programs and to serve as the focus for future 
initiatives. 
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SENIOR EXECUTIVE SERVICE VACANCY ANNOUNCEMENTS : 


OPM increased the mailing list for its biweekly publication 
“Senior Executive Service Vacancy Announcements," (SESVA) by 
adding 55 new organizations representing women, minorities, 
veterans, and persons with disabilities. In 1993, OPM will 
expand its use of automated bulletin boards to include SES 
jobs and assess the possibility of making subscriptions to 
SESVA available through the Government Printing Office. 


"A CALL TO ACTION--A REPORT ON INCREASING THE 
EMPLOYMENT OF PEOPLE WITH DISABILITIES IN THE 
FEDERAL SECTOR": 


On the anniversary of the signing of the Americans with 
Disabilities Act, the Director of OPM, along with the 
Secretary of Education and the Chairmen of the Equal 
Employment Opportunity Commission (EEOC) and the President’s 
Committee on the Employment of People with Disabilities, 
released "A Call To Action--A Report on Increasing the 
Employment of People with Disabilities in the Federal Sector." 
While the focus of this initiative is people with 
disabilities, minorities and women also fit into this 
category. 


The report is based upon recommendations provided by 
participants in the Access 2000 Symposium, a historic meeting 
that opened a dialogue between heads of Federal agencies and 
the community of people with disabilities. Many of the 
recommendations can be implemented by individual agencies 
without further OPM guidance or approval. Others may be 
implemented through the interagency committees set up to 
examine the broader issues relative to the employment of 
people wi lisabilities. Legislative changes have brought 
about a PM and EEOC co-chair responsibility for directing 
one of these interagency committees. 


1995 WORLD CONFERENCE ON WOMEN : 


OPM is represented on the Federal Interagency Task Force 
created by the Department of State to prepare for the 1995 
World Conference on Women which will be sponsored by the 
United Nations. OPM will prepare a report for the period 1985 
to 1995 showing the status of women in the Government. The 
report will include statistical trends and patterns, programs 
and priorities, as well as barriers that continue to hinder 
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the progress of women. Prior to submitting the report to the 
United Nations, the Department of State is required to submit 
a draft to the United States Congress. 


SPEAKING ENGAGEMENTS, TRAINING PROGRAMS, AND 
PUBLICATIONS : 


The Director of OPM and other OPM management officials spoke 
at key national, regional and local events to promote 
diversity initiatives, careers in the Senior Executive 
Service, and the need for more women and minorities in 
management and executive positions. OPM conducted a showcase 
for Federal agencies on Valuing Workforce Diversity. 


In addition to the 1992 training and diversity initiatives, 
OPM is featuring topics related to workforce diversity at 
conferences and in publications. We are also establishing a 
workforce diversity network to provide consulting resources to 
Federal departments and agencies. 


OPM has developed a new training course for agency recruiting 
managers. A task force of agency recruiters, line managers, 
EEO specialists and OPM staff working together determined the 
topic areas and course objectives. The 3-day course covers 
workforce planning and analysis, effective marketing, 
institutionalizing and evaluating recruitment programs, 
gaining top management support, and effective strategies for 
recruiting minorities. The course participants receive a 
recruiters’ handbook as an easy to use reference manual. The 
course has been piloted in Atlanta and Washington, DC, and 
will be offered through OPM Regional Training Centers in 1993. 


The OPM Atlanta Region offers a 1-day course called "Managing 
Diversity." The course is offered on site to Federal agencies 
and as a regularly scheduled course in the regional training 
curriculum. The course objectives are: (1) to enhance 
awareness and sensitivity to issues surrounding cultural 
Giversity; (2) to provide an understanding of the relationship 
between multiculturalism, values, behaviors and expectations 
in the workplace; (3) to identify how managerial and 
supervisory skills relate to cultural diversity; and 

(4) to provide a strategy for developing and improving skills 
needed to effectively manage a diverse workforce. 
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AGENCY HIGHLIGHTS 


The following are examples of significant agency 
accomplishments in support of recruiting, hiring, and 
advancing women and minorities. 


STUDENT PROGRAMS : 


The Department of Agriculture initiated a pilot Federal Junior 
Fellowship recruitment project which attracted 28 high school 
students from high schools in the Washington, DC, metropolitan 
area. The students, who were nominated by school officials, 
included a class president, three Presidential Academic Award 
recipients, and several National Honor Society members. Of 
the 28, there were 22 women, 24 blacks, one Hispanic, and one 
Asian. 


The Department’s Cooperative Education-in-Residence pilot 
program was implemented. The first participant is a student 
at the Inter-American University on Puerto Rico’s San German 
campus. The program will be expanded to include five 
additional components of the Department in fiscal year 1993. 


The Department of Commerce’s International Trade 
Administration used the Cooperative Education Program as a 
primary feeder for its professional and administrative 
occupations. It placed 25 women, minority and veteran 
candidates in its co-op program. The students will be 
converted to positions as economists, trade specialists, and 
business and industry specialists upon graduation. 


A representative of the National Oceanic and Atmospheric 
Administration served as the first chair of an interagency 
advisory board to the Haskell Indian Junior College. The 
board’s charter is to increase cooperation between the school 
and Federal agencies in an effort to place more Native 
American students in Federal positions through summer hire and 
cooperative education programs. Efforts are under way to 
develop a program at the school that will help prepare 
students for careers as meteorologists. 


The San Francisco Region of the Environmental Protection 
Agency utilized a unique employment program sponsored by the 
Oakland Board of Education, at no cost to the agency. This 
program encourages minority high school students to explore 
careers in the science and engineering fields and provides 
students with summer work experience. The region provided 


five minority high school volunteers with summer work experience. 
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At the Johnson Space Center of the National Aeronautics and 
Space Administration, 18 minority science and engineering 
students from Morehouse and Spelman Colleges, Florida A&M 
University, and the University of Houston participated in 
special developmental programs for summer employment. 


The Marshall Space Flight Center (MSFC) sponsored 54 
participants in the Graduate Student Researchers Program. Of 
that number, 23 participants were minorities and/or women. 
Approximately 250 MSFC employees donate their spare time and 
energy as tutors, science fair judges, instructors, and 
consultants in the Learning About Science Engineering and 
Research project. 


Efforts to expand representation in feeder programs for 
permanent employment included the development of a Space 
Scholars Program at the Kennedy Space Center which will 
provide tuition assistance for students from underrepresented 
groups to enroll in engineering programs and, as part of the 
program, will employ them as Federal Junior Fellows during the 
summer months. 


The Johnson Space Center served as a primary industry sponsor 
of the 1992 Houston Prep Program. This program focuses on 
encouraging and preparing inner city junior high school 
students for technical studies by providing special technical 
instruction classes and mentoring during the summer and on 
Saturdays durine the regular school year. Ten Houston area 
school districts including approximately 140 junior high 
schools are involved in this effort. 


The Department of the Navy continued to participate in the 
Department of Defense (DOD) "Science and Engineering 
Apprenticeship Program (SEAP)" for high school students. This 
program encourages high school students and teachers who show 
strong aptitude or interest in science and engineering topics 
of relevance to DOD. Each summer 600 students are placed with 
mentors in Navy and Army laboratories for research, 
experimentation, computers, and reporting. Approximately, 12 
percent are black or Hispanic and 40 percent are women. 


The Department’s first Cooperative Education in Residence 
Program is being initiated by the Naval Station, Roosevelt 
Roads. The purpose of this program is to encourage college 
and university students currently enrolled in HACU schools 
majoring in engineering, computer science, nursing, business 
administration, human resources, etc., to pursue careers with 
the Department of the Navy when they complete their education. 
The Cooperative Education student’; will spend the majority of 
their work time on their college campuses recruiting students 
for the Navy. The engineering students will be required to 


perform engineering work assignments at the Naval Station, 
Roosevelt Roads, to meet the work requirements for the 
Cooperative Education Program. 


The Securities and Exchange Commission’s minority task force 
was formed to increase the number of minority hires at the 
Commission in all professional disciplines. The task force 
has arranged for four paid internships through the summer and 
fall. In addition, the Commission conducted a summer program 
for law students. Out of 17 summer hires, 9 were women and/or 
minorities. 


The Department of State continued its affirmative action 
efforts by encouraging the application and selecticn of 
minorities for student intern positions. Approximately 470 
student intern appointments were made. Approximately 15 
percent were minorities. In addition, the Ford Foundation 
provided funding for the cost of 10 internships at overseas 
posts for minority students. 


PARTNERSHIPS : 


Department of State officials participated in summer 
institutes sponsored by the Woodrow Wilson Program in Public 
Policy and International Affairs. More than 200 minority 
students were enrolled in the program which encourages them *o 
enter careers in public policy and international service. The 
institutes were conducted at Princeton University, the 
University of Texas, the University of Michigan, the 
University of California at Berkeley, and Carnegie-Mellon 
University. 


The Department of Agriculture continued its commitment to the 
1890 Historically Black Land-Grant Institution Initiatives 
(HBLGI) by developing television public service arnouncements 
geared toward recruiting minority students. In addition, a 
comprehensive National Scholars Program has been launched to 
award two scholarships to each of the 17 HBLGI’s for a total 
of 34 scholarships to be awarded in the fall of 1993. 


The Department of Energy is involved in an extensive effort 
that strengthens and supports the Nation’s mathematics and 
science educational program. These math and science 
initiatives are designed to encourage the full participation 
of women and minorities in pre-college through postgraduate 
education. Their objective is to ensure the availability and 
continual supply of well-educated, highly skilled women and 
minority scientists and engineers. 
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The Environmental Protection Agency’s (EPA) Academic Relations 
Program (ARP) continued to strengthen the agency’s ties with 
the academic community. A primary part of the ARP includes 
the establishment of Memoranda of Understanding (MOU’s) with 
each participating institution detailing the mutually 
beneficial relationship between the academic institution and 
EPA. Staff from all EPA programs and regions work with 
targeted colleges and universities to develop good 
relationships and contacts. The ARP focuses on schools with 
reputations for producing high quality students, especially in 
science and engineering. Particular emphasis is placed on 
Historically Black Colleges and Universities, members of the 
Hispanic Association of Colleges and Universities, and 
campuses with significant Asian or Native American 
populations. Five new MOU’s were established with minority 
institutions. 


The General Services Administration (GSA) established new 
Cooperative Education partnerships with over 62 institutions, 
including 7 Historically Black Colleges and Universities and 4 
Hispanic Serving Institutions. The agency hired 256 students 
under the Co-op program, of which 76 (30 percent) were 
minorities. 


The Federal Communications Commission’s partnership program 
with Northwestern University continues to be most successful. 
Of the 23 participants, there were 5 black men, 17 black 
women, and 1 white woman. Eleven of these participants were 
converted to full-time permanent positions. 


The Department of Interior’s Mineral Management Service (MMS) 
signed a Memorandum of Understanding (MOU) with Xavier 
University in Louisiana designed to increase the number of 
HBCU students successfully competing for computer 
science/computer information systems positions. Activities 
under the MOU have included the employment of several stay-in- 
school, cooperative education and summer intern students in 
the computer science field. In addition, the MMS automated 
data processing staff reviewed the University’s computer 
science curriculum and offered suggestions and advice for 
enhancements. 


Through a cooperative agreement, the U.S. Fish and Wildlife 
Service provided technical assistance and personnel to 
Grambling University in Louisiana and the University of 
Arkansas at Pine Bluff to establish fishery and wildlife 
curricula. In addition, the agency also provided training, 
equipment, facilities, and funding to support this effort. 


The Department of the Navy’s Science Scholars Program, at the 
Mary Ingraham Bunting Institute of Radcliffe College, targeted 
female Ph.D. scientists who have been out of the job market. 
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Participants included an oceanographer, a geologist, a 
mathematician, and a computer scientist. 


After reviewing 21 proposals, the Department selected two 
schools to participate in their “HBCU Education Program in 
Math, Computer Science, and Physical Sciences." The 
successful schools were Clark-Atlanta University and Hampton 
University. The program at Hampton provides scholarship and 
research opportunities, stipends tied to grade point average, 
visiting lecturers, advanced summer study for students from 
other schools, and bridging toward graduate school after 
senior year. 


COMMUNICATION AND INFORMATION 


The Environmental Protection Agency’s facility at Research 
Triangle Park, North Carolina, developed a Recruitment 
Resources Guide to assist managers in developing recruitment 
strategies that target specific minority populations. To 
facilitate the recruitment of minority candidates, the guide 
provides managers with a wealth of information such as 
minority populations by state, colleges and universities with 
significant minority student populations, minority 
professional organizations and minority publications. 


A General Services Administration’s nationwide mid-level 
recruitment/advertising effort to increase the pool of 
Hispanic applicants has resulted in the development of an 
Applicant Supply Data Base for nationwide use. Use of VISTA, 
an advertisement supplement distributed selectively to its 
Hispanic readership by prestigious general market newspapers 
throughout the United States, resulted in over 400 employment 
inquiries. 


The Department of the Interior’s Office of HBCU Programs and 
Job Corps sponsored, under the auspices of the Atlanta Cluster 
Initiative to Advance Career and Research Opportunities, a 
Telecommunication Video Satellite Demonstration Project. The 
project was designed to demonstrate the effectiveness of video 
telecommunications as a way to enhance communication for the 
purposes of recruitment and contract research between the 
Department of Interior and HBCU’s. The 4-hour video 
telecommunications project featured satellite transmission 
supporting two-way interactive video. Nineteen students, five 
faculty members and nine Interior officials participated in 
the broadcasting from two cities, Washington, DC, and Atlanta, 
Georgia. Thus far, 6 of the 19 students received job offers 
or have been hired by the Department’s bureaus. 
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The Department of Justice’s Federal Bureau of Investigations 
developed a new Special Agent Recruitment Video, "Today’s 
FBI...Meeting the Challenge of Diversification." The film 
profiles women and minority criminal investigators performing 
their tasks from entry level Special Agents up to and 
including Deputy Assistant Directors. 


In a ribbon-cutting ceremony, the Department of Labor 
officially opened a centralized state-of-the-art job 
information office in the Department’s Frances Perkins 
Building. The center provides job information to walk-in 
candidates as well as to Labor employees seeking career 
changes. 


ENTRY LEVEL HIRING : 


The Defense Finance and Accounting Service established a 
Career Intern Program to assist the agency in developing 
minorities and women for management positions. Twenty 
participants have been hired into the program. Of these 20, 
68 percent are women and 37 percent are minority. The interns 
have been placed in accountant and financial management 
positions at grade 5 and 7 levels. 


The Defense Information Systems Agency’s Center for 
Information Management established a technical intern program 
primarily for its engineering and computer science positions. 
Nine interns were hired at grades 5, 7, and 9, including four 
women and five minorities. 


The Federal Communications Commission (FCC) selected 11 entry- 
level engineers for its Engineer-in-Training program including 
2 women and 3 black men. The FCC hired six law clerk 
trainees, two women and one Hispanic man. 


The National Aeronautics and Space Administration provides 
global visibility in the astronaut program. Of the 19 
astronaut candidates selected, 5 are minorities and/or women. 


The Department of Veterans Affairs selected 20 interns for its 
Personnel Intern Program. Participants included 12 women and 
five minorities. 


The Department of Transportation established management intern 
programs at the department and bureau levels to recruit 
quality professionals from all cultural backgrounds. The 
Office of the Secretary hired 33 interns, including 82 percent 
women, minorities, and persons with disabilities. 
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The Pension Benefit Guaranty Corporation participated in four 
OPM job fairs. Out of 32 hires from the job fairs, 55 percent 
were women and 45 percent were minorities. In addition, the 
Corporation was represented at minority job fairs sponsored by 
the Black Law Student Association, the Southeast Minority Job 
Fair, and the National Hispanic Bar Association. 


EXECUTIVE AND MANAGEMENT DEVELOPMENT : 


The Department of Agriculture developed a "succession 
planning" program which is a strategy for training the next 
generation of executives. It launched the Senior Executive 
Service Candidate Development Program (SESCDP) to develop 
future executives based on the projected retirement of 45 
percent (130+) of the Agency’s senior managers by 1994. In 
July, candidates were selected for the first SESCDP. in this 
class, 18.7 percent were minorities and 27.5 percent were 
women compared to the existing SES workforce of 11.4 percent 
minorities and 10.8 percent women. 


The Defense Finance and Accounting Service established a 
Managerial Candidate Development Program to target high 
potential grade 13 and 14 employees and place them into an 
accelerated program to fill positions at the grade 15 level. 
Twenty-four candidates were selected for the program. Of 
these candidates, 13 are women and 5 are minorities. 


The announcement of the Department of Labor’s SES Candidate 
Development Program resulted in 1,039 applications. Up to 54 
candidates will be selected for the program. The Bureau of 
Labor Statistics announced plans to begin a Mid-Level 
Management Enhancement and Progression Program. Both programs 
are expected to provide greater career opportunities for 
minorities and women. 


ADVANCEMENT : 


The Environmental Protection Agency (EPA) initiated an 
aggressive program to ensure that managers have sufficient 
opportunities to consider minorities for management positions. 
Under this program, the Administrator has instituted a 
reporting requirement to evaluate progress in the selection of 
minorities. All vacancies are announced for a 30-day period. 
In the absence of qualified minorities on the selection 
certificates, the open period of the announcement is extended 
to provide additional time to seek a more diverse group of 
eligibles. The initiative has already resulted in measurable 
success with an increase in the number of minorities in 
management positions. 
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In response to its identification of barriers to internal 
advancement, the Interstate Commerce Commission conducted a 
series of career enrichment workshops. Twenty-four employees 
attended the sessions which included optional individualized 
follow-up sessions to reinforce the skills learned during 
formal training. 


As part of the Department of Labor’s model workplace 
initiative, the Assistant Secretary for Employment Standards 
established an Employment Standards Administration (ESA) 
Rotational Assignment Program (RAP). The purpose of the 
program is to provide ESA employees with opportunities to 
expand their personal and professional growth through 
experiences in other positions within their organization or 
within other ESA program areas. The program will provide 
rotational assignments intended to broaden participants skills 
and understanding of ESA programs. Twenty-two assignments 
were identified for the first round of participants. 


The Department completed its first glass ceiling review in the 
Bureau of International Labor Affairs. Findings and 
recommendations were presented to the Secretary, the Internal 
Glass Ceiling Task Force, and the Bureau head. The report 
included an analysis of the Bureau’s workforce with regard to 
glass ceiling issues, a summary of interviews of 60 Bureau 
employees at grade 9 and above, and recommendations for 
eliminating barriers. 


The Departr.ent of Veterans Affairs conducted upward mobility 
programs involving 544 employees, of which 281 were minorities 
and 409 were women. 


PROGRAM MANAGEMENT 


The Department of Justice issued policy statements on equal 
employment opportunity (EEO) and workforce diversity. The 
policy statements established EEO as one of the Department’s 
major objectives and workforce diversity as a priority. In 
addition, the policy statements established an advisory 
committee on recruitment and retention of attorneys. 


The head of Small Business Administration issued two memoranda 
to top level officials of the Administration stating her 
commitment to making the agency’s workforce representative of 
the civilian workforce. The memoranda outlined various 
methods and programs that can be used to recruit women and 
minorities. An agency working group was established to 
address diversity issues. The first goal of the group is to 
develop a training program for key agency officials which will 
focus on cultural diversity in the workforce. 


The Pension Benefit Guaranty Corporation held an off-site 
management planning session to develop a 5-year strategic 
plan. One of the strategies developed is "Quality Workforce: 
Retain, Recruit, Empower and Develop Personnel." One of the 
five objectives under this strategy is to increase the 
diversity of the workforce at every level. During 1993, the 
Corporation will develop a 5-year plan to achieve this 
objective. 


The Arms Control and Disarmament Agency hired a full-time 
Equal Employment Opportunity Manager to assist the agency in 
reaching its goal of becoming a model agency in equal 
employment opportunity and to bring dynamism to its equal 
employment opportunity efforts. Annual mandatory training of 
senior staff on the role of supervisors and managers in EEO 
has been initiated. This training will encompass recruitment 
strategies. 


The Department of Housing and Urban Development conducted 
mandatory equal employment opportunity/affirmative employment 
training for all new managers and supervisors. The training 
objectives were to familiarize supervisors and managers with 
their equal employment opportunity (EEO) responsibilities 
under the law; to assist them in identifying and eliminating 
discriminatory practices and conditions; to develop 
constructive resolution-oriented approaches toward allegations 
of discrimination; to equip them in initiating appropriate 
forms of affirmative action through the affirmative employment 
program; and to assist managers and supervisors in developing 
a personal action plan for meeting EEO requirements including 
performance appraisal objectives. 


The Department of Treasury sponsored the first Treasury-wide 
personnel/EEO conference in Baltimore. The theme was 
"Partnership for the Future." The program was designed to 
enhance mutual cooperation between personnel and EEO offices 
to achieve new levels of progress. Over 250 specialists from 
across the nation representing every bureau attended this 
event. 


To assist in future recruitment and retention of quality 
staff, the National Credit Union Administration (NCUA) 
collects, during the exit interview process, statements of 
concern or comments regarding discrimination or sexual 
harassment. An analysis of these exit interviews is conducted 
biannually. Based on the conclusions derived from the 
analysis, a written report is developed and presented the NCUA 
Board, the Executive Director and each regional director. 
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DOWNSIZING 


Downsizing is one of the key challenges facing the Federal 
Government in the 90’s. Instead of cutting positions and 
separating employees, the initiatives for "downsizing" the 
Federal workforce emphasize more people-oriented practices. 
Using techniques such as early retirements, reassignments, 
attrition, and voluntary outplacement, the Federal Government 
expects to achieve reduction targets while continuing to move 
toward a workforce that, at all levels, represents the 
diversity found in the United States labor force. At this 
time, outplacement of Department of Defense (DOD) employees 
into other Federal agencies is an important element in 
achieving this goal. 


OPM has in place and under development new automated systems 
to assist employees in finding employment opportunities in 
other agencies. We believe that with maximum utilization of 
these systems the Federal Government will be able to minimize 
the adverse consequences of reductions in force (RIF). 


DEFENSE OUTPLACEMENT REFERRAL SYSTEM (DORS) : 


In November 1991, OPM and DOD announced a new automated 
referral system established through cooperative efforts 
between the two agencies. The new system, the Defense 
Outplacement Referral System (DORS), provides Federal 
agencies, State and local governments, and private sector 
employers rapid access to referral lists of current. DOD 
personnel (both military and civilian) and their spouses. The 
process for requesting DORS referral lists is simple. 
Agencies use a touchtone telephone to request a referral list 
and enter search criteria. A list of names is transmitted to 
the agency via facsimile within 45 minutes or less of their 
initial request. 


DORS is a voluntary system. In its first year of operation, 
12,000 names have been listed in the DORS inventory. 
Referrals have totaled 10,516. Thirty-two Federal agencies 
have used the system and 335 placements have been made. 


AGENCY VACANCY ANNOUNCEMENTS : 


The National Defense Authorization Act for FY 1993 directed 
OPM to create and maintain a list of agency competitive 
service job announcements for which applications were being 
accepted from outside the hiring agency. Th: Act also 
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requires non-DOD agencies to give full consideration to the 
applications of qualified displaced Department of Defense 
employees before selecting any other candidate from outside of 
the agency to fill the vacant positions in the competitive 
service and the Senior Executive Service. 


Agencies may enter their vacancy announcements, via computer, 
directly into OPM’s existing automated Federal Employment 
Information System. OPM’s self-service job information 
computers, telephone information system, and electronic 
bulletin boards (including the one used by DOD transition 
centers throughout the world) are being modified to provide 
convenient access to these job announcements. 


PLACEMENT ASSISTANCE : 


By mid-1993, OPM will have a significantly improved 
Governmentwide placement program for employees who are losing 
their jobs. The new system will use techniques similar to 
DORS to provide same-day service to agencies requesting 
referral lists of candidates for employment. Under the 
program, agencies are required to consider displaced employees 
from other agencies before hiring candidates from outside the 
Federal workforce. 
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OPM OVERSIGHT 


AGENCY PLANS AND REPORTS : 


OPM monitors FEORP by reviewing CPDF data and agency reports 
on FEORP. OPM requires that agencies submit annual 
accomplishment reports and plans, or certifications that they 
have up-to-date plans, each year. The reports describe their 
accomplishments during the past fiscal year. OPM analyzes the 
accomplishment reports and CPDF data for each agency. 


During 1992, a letter was sent to each agency discussing the 
results of OPM’s analyses and making suggestions to improve 
its program. In these letters OPM also reinforced the 
findings and recommendations of OPM’s FY 1991 FEORP 
evaluations, which included 185 Federal installations 
throughout the nation. 


OPM expects to call for all agencies to submit new multi-year 
FEORP plans in FY 94 to coincide with EEOC’s requirement for 
new multi-year Affirmative Employment Plans. 


Of the 63 executive agencies covered by FEORP, 61 submitted 
their FY 1992 accomplishment reports and FY 1993 plan 
certifications in time to include in this report. (See 
Appendix A for the List of Agencies.) 


ONSITE TECHNICAL ASSISTANCE VISITS : 


Onsite technical assistance visits at the headquarters level 
are conducted to discuss agency progress toward stated FEORP 
objectives, to provide information about OPM activities and 
initiatives, to answer questions, and to suggest ways of 
improving the agency program. In FY 1992, four agencies were 
visited: the Department of Commerce, the Department of 
Interior, the Office of Personnel Management, and the National 
Aeronautics and Space Administration. 


Beginning in FY 1993, depending on availability of staff, OPM 
plans to enhance the technical assistance program. The goal 
is to reach one-third of the covered positions each year 
through on-site agency visits. In addition to providing 
technical advice and assistance while onsite, OPM staff will 
(1) review agency FEORP plans, (2) review and discuss barrier 
analysis, (3) obtain information about how to better assist 
them in the future, and (4) confirm their "mainstream 
occupation(s)," as reported in their Affirmative Employment 
Plans to the EEOC. 
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NEW REGULATIONS AND CUIDANCE : 


OPM is revising regulations in Part 720 of 5 CFR on 
affirmative employment to simplify the data analysis 
requirements and to make them more consistent with the EEOC’s 
Affirmative Employment Plan guidance. OPM expects to publish 
new regulations during 1993. 


A new Federal Personnel Manual (FPM) chapter on recruiting is 
scheduled for publication early in 1993. While it 
incorporates workforce diversity considerations as part of the 
total human resources management program, a subchapter 
specifically to address FEORP plans has been held in reserve. 
When the above-mentioned affirmative recruiting regulations 
and the EEOC’s new guidance on Affirmative Employment Plans 
are final, OPM will issue the new FPM subchapter. 
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ANALYSIS OF STATISTICAL DATA 


The Federal workforce data discussed in this section were 
obtained from OPM’s Central Personnel Data File (CPDF). The 
data include executive branch agencies covered under Public 
Law 95-454, section 310 of the Civil Service Reform Act of 
1978. The U.S. Postal Service and other agencies not having 
positions in the General Schedule or the prevailing rate wage 
systems were excluded. Data are presented for 1989 through 
1992 in order to show trends for a 3-year period. 


OVERALL WORKFORCE : 


The Federal workforce, as discussed throughout this report, 
includes 1,951,089 employees as of September 30, 1992. This 
figure represents a .3 percent decrease (6,765 employees) from 
the previous year. Charts and graphs depicting overall 
employment trends of minorities and women are on pages 36 to 
39. Highlights of these trends are discussed below. 


The Federal white-collar workforce declined by 1,533 (0.1 
percent), while blue-collar employment declined by 5,232 (1.6 
percent). The white-collar employment decline was caused by 
the 40,742 drop (11.6 percent) in clerical employment. 


The percentage of minorities for each group has continued to 
increase each year since 1989 reaching a combined total of 
28.2 percent of the Federal workforce in 1992. 


The representation of women declined from 43.3 percent in 1991 
to 43.1 percent in 1992. This is the first decline in the 
representation of women in over 10 years. The representation 
of men, on the other hand, reversed a 10-year decline with a 
0.2 percentage point gain. 


White women, Hispanic women, and Hispanic men continue to be 
underrepresented in the Federal workforce compared to their 
numbers in the civilian labor force. White women are the most 
severely underrepresented. They represent 28.0 percent of the 
Federal workforce compared to 34.9 percent of the civilian 
labor force. 


The Federal workforce included a greater proportion of Native 
Americans, Asian Americans, and blacks than their proportions 
in the civilian labor force. Hispanics are underrepresented 
in the Federal workforce (5.6 percent) compared to their 
numbers in the civilian labor force (8.9) percent. 
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By contrast, while the percentage of women in the civilian 
labor force has increased from 45.2 to 45.4 percent, their 
proportion in the Federal workforce declined from 43.3 to 
43.1, as mentioned previously. The percentage of white women 
and black women declined, while the percentage of Native 
American and Asian American women increased. The percentage 
of Hispanic women stayed the sane. 


FEDERAL WORKFORCE AND CIVILIAN LABOR FORCE | 
SEPTEMBER 30, 1992 | 


FEDERAL CIVILIAN 


BUCKS 106% 


| 
| 


Note: Percentages may not add te 100 due te rounding. 
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FEDERAL WORKFORCE AND CIVILIAN LABOR FORCE 
SEPTEMBER 30, 1992 
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SEPTEMBER 30, 1992 


NAT AMER ASIAN HISPANIC BLACK WHITE 
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OCCUPATIONAL CATEGORIES: 


The 1,951,089 Federal employees covered by this report fit 
into six broad occupational categories. The graphs on pages 
41 to 45 show employment trends from 1989 to 1992 for five 
major categories (the small number of "other white collar" 
positions are not included). Below are a few highlights. 


Professional 


Employment in professional occupations totaled 362,452 in 
1992. This figure represents an increase of 1.4 percent from 
the previous year. During the past three years, women made 
the greatest strides, increasing from 24 percent in 1989 to 
29.4 percent in 1992. 


A dministrati 


Employment in administrative occupations totaled 505,711 in 
1992, an increase of 2.6 percent. During the past three 
years, women in every group made small increases. White men 
decreased from 50.5 to 49.6 percent, thereby, holding less 
than the majority of administrative positions in the Federal 
Government for the first time. 


Technical 


Employment in technical occupations totaled 400,864. This 
figure represents an increase of 5.3 percent, or more than 
20,000 positions, in a l-year period, in spite of the decline 
in overall Federal employment. Since 1989, women and 
minorities in every group increased in both absolute numbers 
and as a percentage of the total category. 


Clerical 


Employment in clerical occupations dropped to 310,620 
positions, a decrease of 11.6 percent, or more than 40,000 
positions. During the past three years the percentage of 
whites, both male and female, in clerical positions has 
declined, while the percentages for all minority groups have 
increased. Absolute numbers for all groups have declined. 


Blue Collar (Trades and Crafts) 


Employment in blue collar occupations dropped to 326,402, a 

decrease of 1.6 percent. While the percentage of women from 
every group and the percentage of white males declined, the 

proportion of men from each minority group increased. 
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GRADE BANDS: 


Employment in white-collar occupations ranges from grade 1 of 
the General Schedule to the Senior Executive Service (SES). 
The graphs on pages 47 to 53 show employment trends for 
various grade bands from 1989 to 1992. Below are a few 
highlights from the data. 


Employment in grades 1 through 4 has declined steadily over 
the past three years dropping to 195,209 in 1992. Absolute 
numbers have declined for all groups. Women continue to 
dominate positions in grades 1 through 4 with 72.3 percent of 
the population. 


Employment in grades 5 and 7 professional and administrative 
occupations dropped to 45,994, a decrease of 26.9 percent 
since 1989. This decline in entry level employment has 
resulted from reductions in hiring by Federal agencies in 
order to accomplish downsizing objectives. The proportion of 
minorities and women increased slightly (from 62.8 percent to 
64.7 percent) over the past three years. 


White men continue to dominate positions in the Senior 
Executive Service with 80.8 percent of the 8,381 positions. 
However, women and minorities have made gains over the past 
three years increasing from 16.1 to 19.2 percent of the 
positions. Most of this increase represents gains made by 
white women, who occupied 10.6 percent of the SES positions as 
of September 1992. 


The data for grades 14 and 15 are similar to the SES with 
white men occupying 74.5 percent of the positions and white 
women making the most significant gains over the past three 
years from 11.4 percent in 1989 to 14.5 percent in 1992. 
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LIST OF AGENCIES 


Action 

Agency for International Development 
Agriculture, Department of 

Air Force, Department of the 
American Battle Monuments Commission 
Arms Control and Disarmament Agency 
Army, Department of the 


Commerce, Department of 

Commission on Civil Rights 
Commodity Futures Trading Commission 
Consumer Product Safety Commission 


Defense Contract Audit Agency 

Defense Finance and Accounting Service 
Defense Information Systems Agency 
Defense Inspector General 

Defense Intelligence Agency 

Defense Investigative Service 

Defense Logistics Agency 

Defense Mapping Agency 

Defense Nuclear Agency 


Education, Department of 

Energy, Department of 

Environmental Protection Agency 

Equal Employment Opportunity Commission 
Export-Import Bank of the U.S. 


Farm Credit Administration 

Federal Communications Commission 
Federal Emergency Management Agency 
Federal Labor Relations Authority 
Federal Maritime Commission 

Federal Trade Commission 


General Services Administration 


Health and Human Services, Department of 
Housing and Urban Development, Department of 


Interior, Department of 
International Trade Commission 
Interstate Commerce Commission 


Justice, Department of 
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* 


Labor, Department of 


National Aeronautics and Space Administration 
National Credit Union Administration 

National Endowment for the Arts 

National Endowment for the Humanities 
National Labor Relations Board 

National Mediation Board 

National Science Foundation 

National Transportation Safety Board 

N -y, Department of the 


Occupational Safety and Health Review Commission 

Office of Civilian Health and Medical Programs for the 
Uniformed Services, DOD 

Office of Dependent Schools, DOD 

Office of Personnel Management 

Office of the Secretary of Defense 


Pension Benefit Guaranty Corporation 


Securities and Exchange Commission 
Selective Service System 

Small Business Administration 
State, Department of 


Transportation, Department of 
Treasury, Department of 


Uniformed Services University of the Health Sciences, DOD 
United States Information Agency 


Veterans Affairs, Department of 


Note: All agency submissions, except those marked with an 
asterisk, were received in time for review prior to 
completion of this report. 
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PIPELINE ANALYSIS 


into FEDERAL PROFESSIONAL and 
ADMINISTRATIVE POSITIONS of: 


s WOMEN 

e NATIVE AMERICANS 
e ASIANS 

s BLACKS 

e HISPANICS 


Career Entry Group 
Office of Affirmative Recruiting 
and Employment 
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EXECUTIVE SUMMARY 


One of the major concerns w..i the Office of Personnel Management 
and other Federal agencies is the underrepresentation of women 
and minorities at the upper grade levels of the General Schedule 
(GS) and in the Senior Executive Service (SES). This study 
investigates this underrepresentation by comparing Federal 
workforce data to that of the civilian labor force (CLF). It 
also projects employment trends to the year 2000 to determine 
progress (or lack of progress) of the Federal Government in this 
matter. 


Highlights include the following: 


o Women, Asians, blacks, and Hispanics have made percentage 
gains at all GS and SES pay levels since 1982. These gains are 
projected to continue to the year 2000. 


© Native Americans have made percentage gains at all grade 
groups except GS 9-11 and GS 14-15. 


© Asians, blacks, Native Americans, and women at GS grades 5-7 
and 9-11 are at levels greater than their CLF percentages. These 
findings are projected to continue to the year 2000 (except for a 
rr ten decline in Native American representation at grades 9-11 
n 1995). 


© Underrepresentation of Federal Hispanic employees exists at 
all pay categories. Workforce projections through 2000 show the 
amount of underrepresentation widening. 


© At GS 12-13 grades, only Asians exceed their civilian 
representation. Blacks at these grades are projected to exceed 
their CLF percentages beginning in 1996. 


© Underrepresentation is shown for all minorities and women at 
GS grades 14-15 and the SES. We project this underrepresentation 
to continue through the end of the century. 
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BACKGROUND 


The Federal Equal Opportunity Recruitment Program (FEORP), Public 
Law 95-454, requires each Federal agency to conduct a program for 
the recruitment of women and minorities to eliminate 
underrepresentation in the various categories of Federal civil 
service employment. Progress has been shown overall, but 
underrepresentation still exists at the higher General Schedule 
(GS) grade levels and the Senior Executive Service (SES). This 
study investigates the progress of FEORP recruitment efforts at 
each major GS grade group and the SES. Five employee groups were 
investigated in this study: Asians, blacks, Hispanics, Native 
Americans, and women. 


The study was based only on those GS and SES positions which were 
classified as "professional" and "administrative". We centered 
our attention on these types of jobs since they have consistently 
shown increases in the Federal labor force (Federal blue-collar 
and clerical jobs have consistently declined and were not 
included in this study). Definitions of the professional and 
administrative categories follow: 


- "Professional" occupations are white-collar occupations that 
require knowledge in a field of science or learning 
characteristically acquired through education or training 
equivalent to a bachelor's or higher degree with major study in 
or pertinent to the specialized field, as distinguished from 
general education. The work of a professional occupation 
requires the exercise of discretion, judgment, and personal 
responsibility for the application of an organized body of 
knowledge that is constantly studied to make new discoveries and 
interpretations, and to improve the data, materials, and methods. 


- "Administrative" occupations are white-collar occupations that 
involve the exercise of analytical ability, judgment, discretion, 
and personal responsibility, and the application of a substantial 
body of knowledge of principals, concepts, and practices 
applicable to one or more fields of administration or management. 
While these positions do not require specialized educational 
majors, they do involve the type of skills (analytical, research, 
writing, judgment) typically gained through a college level 
general education, or through progressively responsible 
experience. 


The study compares trends in the Federal employment of women and 
minority groups in the major pay categories with their total 
employment representation in the CLF. The trend data cover 1982 
through 1991. In addition, the data are projected to the year 
2000. Federal underrepresentation (where applicable) can then be 
observed to see if corrective action is being taken. 


Federal status data were obtained from OPM's Central Personnel 


Data File (CPDF). The on board employment is as of September 30, 
1982, through 1991 (detailed data for each year are contained in 
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the appendix). All Federal data cover professional and 
administrative employees only. In addition, agencies with 
employees subject to “Indian Preference" (i.e., Bureau of Indian 
Affairs and Indian Health Service) are excluded from the study. 


CLF data reflect total on board employment as of September 30th 
of the same years. These data are used in support of OPM's FEORP 
report to Congress. The CLF data are compiled from annual 
averages published in the Bureau of Labor Statistics Publication, 

, and were adjusted to include data on 
Puerto Rico supplied by the Commonwealth of Puerto Rico. 


It should be noted that the CLF data cover al] civilian positions 
and not just professional and administrative classifications. 
Furthermore, the CLF data reflect total civilian workers 
regardless of annual salaries or pay groupings. Therefore, exact 
comparability between Federal and civilian data in this study 
cannot be made. However, both sets of data can be used as 
general indicators of the Federal Governments' e*forts at 
reducing underrepresentation of women and minori..ies. 


Feder2l1 data were distributed into the following pay categories: 
GS 5 through 7, 9 through 11, 12 and 13, 14 and 15, and the SES. 
The Federal data were then compared to the CLF representations 
for each year (1982 through 1991) and presented graphically. To 
determine trend projections to the year 2000, regression analysis 
was used. Regression analysis is a statistical tool to determine 
the "line of best fit" of a collection of data points. 

Regression takes into account the graphical placement of data 
points in constructing the line of best fit. Regression analysis 
can be used in estimating when parity between two groups will be 
achieved. Parity is defined as the intersection of two 
nonparallel lines of best fit. By observing the intersection of 
these lines, we can approximately determine when the 
representation of a particular group in the Federal and civilian 
sector will be equal by observing the corresponding year on the 
x-axis. 
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PIPELINE ANALYSIS OF WOMEN 


The percent of women in the Federal labor force has consistently 
increased within each pay category from 1982 through 1991 (see 
Figures 1A through 1E). The most noteworthy increases for women 
were shown at the GS 14-15 grades (up from 7.6 percent in 1982 to 
16.5 percent in 1991), the GS 12-13 grades (14.8 percent in 1982 
and 28.0 percent in 1991), and the SES (6.2 percent in 1982 and 
11.8 percent in 1991). Women in grades 9 through 11 increased 11 
percentage points to 47 percent in 1991. The percentage of women 
in GS 5 through 7 positions remained fairly constant over the 
period (53 percent). 


By the year 2000, over half of the GS 5-7 and GS 9-11 employees 
will be women. Women at GS grades 12 and 13 will increase from 
15 percent in 1982 to approximately 42 in the year 2000. Women 
at grades 14 and 15 will increase to approximately 25 percent in 
2000 (up from 7.6 percent in 1982). By the turn of the century, 
17 percent of the SES employees will be women (compared to 6.2 
percent in 1982). 


Federal representation of women at GS grades 5-7 and 9-11 exceed 
those of the civilian labor force (the representation of women at 
GS grades 9-11 surpassed the CLF representation in 1990. See 
Figure 1B.) The representation of women at the other grade 
levels was lower than the CLF (see Figures 1C through 1E). 
However, Federal underrepresentation is narrowing, but Federal 
parity with the CLF will not occur by the year 2000. 


66 


BLANK 
PAGE 


L9 


Figure 1A. Projected Data: Percent Women in Professional 
and Administrative Positions at GS Grades 5-7 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Projections are based on a linear regression model (i.e., a line of best fit). 
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Bureau of Labor Statistics (Civilian Data). 
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Figure 1B. Projected Data: Percent Women in Professional 
and Administrative Positions at GS Grades 9-11 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 1C. Projected Data: Percent Women in Professional 
and Administrative Positions at GS Grades 12-13 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 1D. Projected Data: Percent Women in Professional 
and Administrative Positions at GS Grades 14-15 Compareé to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a iinear regression model (i.e., a line of best fit). 
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and Administrative Positions in the SES Compared to Their 


Figure 1E. Projected Data: Percent Women in Professional 


Civilian Labor Representation: 1982 Through 2000 
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Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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PIPELINE ANALYSIS OF NATIVE AMERICANS 


From 1982 through 1991, the Federal representation of Native 
Americans at GS grades 5-7 and 9-11 exceeded their CLF 
percentages (see Figures 2A and 2B). However, their 
representation at the 9-11 grades is declining and, by 1995, 
Federal representaticn is projected to be lower than the civilian 
sector. 


At GS grades 12-13 and 14-15, Native Americans are 
underrepresented compared to the CLF. Underrepresentation also 
occurs in the SES. (See Figures 2C, 2D, and 2E.) Furthermore, 
Federal underrepresentation is increasing in our projections to 
the year 2000. 
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Figure 2A. Projected Data: Percent Native Americans in 
Professional and Administrative Positions at GS Grades 5-7 
Compared to Their Civilian Labor Force Representation: 
1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 2B. Projected Data: Percent Native Americans in 
Professional and Administrative Positions at GS Grades 9-11 


Compared to Their Civilian Labor Force Representation: 


1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 2C. Projected Data: Percent Native Americans in 

Professional and Administrative Positions at GS Grades 12-13 

Compared to Their Civilian Labor Force Representatirn: 
1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 2D. Projected Data: Percent Native Americans in 
Professional and Administrative Positions at GS Grades 14-15 
Compared to Their Civilian Labor Force Representation: 

1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression mode! (i.e., a line of best fit). 
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Figure 2E. Projected Data: Percent Native Americans in 
Professional and Administrative Positions in the SES 
Compared to Their Civilian Labor Representation: 
1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); 


Bureau of Labor Statistics (Civilian Data). 


Projections are based on a linear regression model (i.e., a line of best fit). 
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PIPELINE ANALYSIS OF ASIANS 


The Federal representation of Asians consistently exceeds their 
CLF representation at the GS 5-7, 9-11, and 12-13 grade levels 
(see Figures 3A, 3B, and 3C). Furthermore, Federal 
representation is increasing relative to the civilian sector over 
the period. At GS 14-15 grades and at the SES, Asians are 
consistently underrepresented (see Figures 3D and 3E). Asian 
representation at GS 14-15 grades parallels the civilian 
percentages, but is declining for SES positions. 


By the year 2000, the percentages of Asians at grades 5-7, 9-11, 
and 12-13 are projected to be doubled. At the 5-7 grades, Asians 
will increase from 3 percent in 1982 to nearly 6 percent in 2000. 
At the GS 9-11 grades, the increase will be from 2.4 percent to 
5.4 percent. Asians at GS 12-13 positions will climb from 2.2 
percent in 1982 to 4.8 percent in 2000. 


Asians in the GS 14-15 grades and the SES are projected to show 
moderate increases. Asians at GS 14-15 grades should increase by 
one percentage point to 2.5 percent in the year 2000. Asian SES 
employees are showing smail increases, but should remain below 
one percent through 2000. 
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Figure 3A. Projected Data: Percent Asians in Professional 
and Administrative Positions at GS Grades 5-7 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 3B. Projected Data: Percent Asians in Professional 


and Administrative Positions at GS Grades 9-11 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 


6 
P 
e 
r 
Cc 
e 
n 
t 
0 
f 
L 
a 
b 
° 
r 
F 
0 
r 
Cc = 
z 1 
0.6 Fr 
0 j | | | | | ] | ] l tL | i ] i 1 i. ] l 
1962/1963/)1964/1966/19866/ 1967/1968 | 1969/1990/ 1991/1992 | 1993/1994) 1996/1996 1997 | 1998) 1999/2000 
% FEDERAL | 2.4 | 2.6 | 2.7 | 2.9 3 $.2)|3.4)|3.6/; 3.7 | 3.8 
% CIVILIAN | 1.8 | 1.9 2 2 2.1; 2.2 | 2.2) 2.6 | 2.3 | 2.6 


S¢& FEDERAL ++ 4% CIVILIAN 


Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 3C. Projected Data: Percent Asians in Professional 
and Administrative Positions at GS Grades 12-13 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 3D. Projected Data: Percent Asians in Professional 


and Administrative Positions at GS Grades 14-15 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 3E. Projected Data: Percent Asians in Professional 
and Administrative Positions in the SES Compared to Their 
Civilian Labor Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are Dased on a linear regression model (i.e., a line of beet fit). 
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PIPELINE ANALYSIS OF BLACKS 


Blacks have shown increased representation in all Federal pay 
categories since 1982 (see Figures 4A, 4B, 4C, 4D, and 4E). 
Noteworthy increases were shown at GS grades 9-11 (up from 10.4 
percent in 1982 to 13.1 percent in 1991) and at the GS 12-13 
grades (up from 6.8 percent in 1982 to 9.4 percent in 1991). SES 
black employment increased by nearly 1 percent over the period to 
5.1 percent in 1991. 


In our projections to the year 2000, blacks continue to show 
increased employment percentages at each pay group. The largest 
gains are projected at the GS 9-11 grades (up five percentage 
points to an estimated 15.5 percent in the year 2000) and at the 
GS 12-13 grades (also up five percentage points to a projected 12 
percent at the turn of the century). 


Black representation at GS grades 5-7 and 9-11 consistently 
exceeded those of the civilian sector from 1982 to the present 
and should continue to the year 2000. At the 12-13 grades, 
blacks are currently underrepresented; however, black 
representation at these grades is increasing at a more rapid rate 
than the civilian sector and we project equity to occur in 1996 
(see Figure 4C). Blacks are significantly underrepresented at 
the GS 14-15 and SES categories; they should remain 
underrepresented through the year 2000 in spite of modest gains. 
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Figure 4A. Projected Data: Percent Biacks in Professional 
and Administrative Positions at GS Grades 5-7 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Bureau of Labor Statistics (Civilian Data). 


Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 4B. Projected Data: Percent Blacks in Professional 
and Administrative Positions at GS Grades 9-11 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 4C. Projected Data: Percent Blacks in Professionai 
and Administrative Positions at GS Grades 12-13 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 4D. Projected Data: Percent Blacks in Professional 
and Administrative Positions at GS Grades 14-15 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Figure 4E. Projected Data: Percent Blacks in Professional 


and Administrative Positions in the SES Compared to Their 


Civilian Labor Representation: 1982 Through 2000 
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Bureau of Labor Statistics (Civilian Data). 


Projections are based on a linear regression model (i.e., a line of best fit). 
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PIPELINE ANALYSIS 
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PIPELINE ANALYSIS OF HISPANICS 


Hispanics have shown increased representation in all GS grade 
groups and the SES since 1982 (see Figures 5A, 5B, 5C, 5D, and 
5E). The largest increases were shown at GS 5-7 grades (up from 
4.8 in 1982 to 6.2 percent in 1991) and at GS 9-11 grades (3.9 
percent in 1982 to 5.4 percent in 1991). SES Hispanics increased 
from 0.9 percent in 1982 to 1.7 percent in 1991. 


The increases in Federal Hispanics, however, have not been 
sufficient to match Hispanic increases of the civilian sector. 
Underrepresentation of Federal Hispanics is shown at all pay 
categories and this discrepancy is widening. 


Our projections to the year 2000 again show continued 
underrepresentation of Federal Hispanic employees. The projected 
discrepancies increase at the higher pay levels. 
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Figure 5A. Projected Data: Percent Hispanics in Professional 
and Administrative Positions at GS Grades 5-7 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Bureau of Labor Statistics (Civilian Data). 


Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 5B. Projected Data: Percent Hispanics in Professional 
and Administrative Positions at GS Grades 9-11 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 5C. Projected Data: Percent Hispanics in Professional 
and Administrative Positions at GS Grades 12-13 Compared to 
Their Civilian Labor Force Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 5D. Projected Data: Percent Hispanics in Professional 
and Administrative Positions at GS Grades 14-15 Compared to 


Their Civilian Labor Force Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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Figure 5E. Projected Data: Percent Hispanics in Professional 
and Administrative Positions in the SES Compared to Their 
Civilian Labor Representation: 1982 Through 2000 
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Sources: Central Personnel Data File (Federal Data); Bureau of Labor Statistics (Civilian Data). 
Projections are based on a linear regression model (i.e., a line of best fit). 
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GS 1-4 4 202 
GS 1-4 ALL 556 
GS 5-7 F 9,132 
Gs 5-7 uM 7,078 
GS 5-7 ALL 16,207 
GS 8 F 1,351 
Gs 8 “ 388 
Gs 8 ALL 1,739 
GS 9-11 F 27,465 
GS 9-11 - 26,448 
GS 9-11 ALL 53,913 
GS$12-13 F 12, 187 
@$12-13 i 25,192 
GS 12-13 ALL 37,379 
6S 14-15 F 1,371 
GS 14-15 - 6,117 
@$ 14-15 ALL 7,488 
SES F 68 
SES a 418 
SES ALL 486 
UNSP GR F 6 
UNSP GR Me 
UNSP GR ALL 6 
ALL ALL 117,774 
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PROFESSIONAL -ADMINISTRATIVE EMPLOYMENT BY MAYOR GRADE GROUPINGS 
BY RACE NATIONAL ORIGIN AND SEX 
ALL CPDF AGENCIES EXCEPT BIA ANDO IHS 
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HISP 


24,582 


NOTE: RECORDS WITH UNSPECIFIED SEX AND RNO ARE EXCLUDED. 
NOTE: PAY PLANS GS. GM, GW, AND SES ONLY. 
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139,320 
221,518 


40,295 
196 , 364 
236.659 


7,393 
73,923 
81,316 
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6.377 
6,665 
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ALL -EMPLOYEES 


829 
56° 
1, 39C 


34.028 
32. 159 
66.187 


3,314 
2,007 
5.321 


109.663 
165.768 
275,431 


52.482 
221,556 
274,038 


8.764 


80.040 
88 , 804 
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SES 88S B88 


GS 9-11 
GS 9-11 
GS 9-11 


GS12-13 
GS12-13 
GS 12-13 


GS14-15 
GS 14-15 
GS14-15 


SES 
SES 
SES 


UNSP GR 


UNSP GR 
UNSP GR 


ALL 


SEX ALL-MINS 


716 
287 
1,003 


8,637 
6,623 
15,260 


1,201 
335 
1,536 


25,230 
24,548 
49,778 


10,670 
23,825 
34,495 


1,235 
5,857 
7,092 


68 
425 
493 
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109,662 


‘NOTE: PAY PLANS GS, GM, GW, ANDO SES ONLY. 
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BY RACE NATIONAL ORIGIN AND SEX 
ALL CPDF AGENCIES EXCEPT BIA AND IHS 
SEPTEMBER 30, 1984 


HISP HIS NATIVE NAT ASIAN %ASN 


54 3.5 24 1.6 28 1.8 

61 8.6 4 -6 25 3.5 
115 5.1 28 1.3 53 2.4 
1,430 4.4 380 1.2 889 2.8 
1,871 6.1 231 .8 1,144 3.7 
3,301 5.2 611 1.0 2,033 3.2 
59 1.9 11 .4 27 9 

70 0«=63.7 6 .3 60 3.2 
129 2.6 17 .3 87 1.8 
3,953 3.9 1,116 1.1 2,872 2.8 
7,262 4.5 1,136 .7 4,327 2.7 
11,215 4.2 2,252 .9 7,199 2.7 
1,114 2.4 324 -7 1,018 2.2 
$5,660 2.6 1,138 .5 5,836 2.7 
6,774 2.6 1,462 .6 6,854 2.6 
143 1.8 37 .5 159 2.0 
1, 184 1.5 342 .4 1,182 1.5 
1,327 1.5 379 .4 1,341 1.6 
10 1.9 4 .8 

69 1.0 23 .3 57 .8 

79 1.1 23 .3 61 .8 

2 15.4 
2 4.7 

22,942 3.3 4,772 .7 17,628 2.5 


NOTE: RECORDS WITH UNSPECIFIED SEX AND RNO ARE EXCLUDED. 
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PROFESSIONAL -AOMINISTRATIVE EMPLOYMENT BY MAJOR GRADE GROUPINGS 


WHITE 
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419 
1,234 


23.615 
24.048 
47 ,663 


1,860 
1,539 
3.399 


76,678 
137,579 
214,257 
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193,.6:7 
229.368 
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79,049 
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101,908 
162,127 
264,035 


46,421 
217,442 
263,863 


7, 806 


78,335 
86, 141 


69 1661 


06/03/92 PROFESSIONAL-ADMINISTRATIVE EMPLOYMENT BY MAJOR GRADE GROUPINGS PAGE 1 
BY RACE NATIONAL ORIGIN AND SEX 
ALL CPDF AGENCIES EXCEPT BIA ANO IHS 
SEPTEMBER 30, 1983 


GRADE GROUPS SEX ALL-MINS MIN BLACK %BLK HISP HIS NATIVE %NAT ASIAN %ASN WHITE “WHT ALL-EMPLOYEES 
GS 1-4 F 366 39.0 286 30.5 35 3.7 26 2.8 19 2.0 572 61.0 938 

GS 1-4 ™ 181 31.3 93 19.3 41 8.5 4 .8 13. 2.7 331 68.7 482 

GS 1-4 ALL 517 36.4 379 26.7 76 5.4 30 2.1 32 2.3 903 63.6 1,420 

GS 5-7 F 7,469 24.8 4,989 16.6 1,324 4.4 281 .9 875 2.9 22.611 75.2 30,080 

@S 5-7 M 5,743 19.8 2.712 9.3 1,687 5.8 195 .7 1,149 4.0 23,314 80.2 29,057 

GS 5-7 ALL 13,212 22.3 7,701 13.0 3,011 5.1 476 .8 2,024 3.4 45,925 77.7 59,137 

GS 8 F 1,114 38.4 1,024 35.3 53 1.8 8 .3 29 1.0 1,784 61.6 2,898 

Gs 8 uM 316 18.4 192 11.1 64 3.7 8 5 52 3.0 1,406 81.6 1,722 

GS 8 ALL 1,430 31.0 1,216 26.3 117 2.5 16 .3 81 1.8 3.199 69.0 4,620 

GS 9-11 F 22.757 24.4 15,818 16.9 3,482 3.7 963 1.0 2,494 2.7 70,648 75.6 93.405 

GS 9-11 “ 22.768 14.5 '¢,006 7.0 6,768 4.3 1,014 .6 3.980 2.5 134,604 85.5 157.372 

GS 9-11 ALL 485,525 18.2 26,824 10.7 10,250 4.1 1,977 .8 6.474 2.6 205,252 81.8 250.777 
GS$12-13 F 9,647 23.0 7,536 17.9 967 2.3 265 .6 879 2.1 32,349 77.0 41,996 
6$12-13 ] 22,722 10.5 10,938 5.1 5,333 2.5 1,066 5 5,385 2.5 193,341 89.5 216,063 
6$12-13 ALL 32,369 12.5 18,474 7.2 6.300 2.4 1,331 .5 6,264 2.4 225,690 87.5 258 .059 

id 

~ GS 14-15 F 1,134 16.1 838 11.9 128 1.8 32 5 136 1.9 5,908 83.9 7,042 
6S 14-15 Mt 8,668 7.4 3.110 4.0 1,117 1.5 335 .4 1,106 1.4 71,361 92.6 77,029 

@$ 14-15 ALL 6,802 8.1 3,948 4.7 1,245 1.5 367 .4 1,242 1.5 77,269 91.9 84,071 

SES & 68 13.9 57 11.7 7 1.4 4 .8 421 86.1 489 

SEs “ 415 «66.1 269 3.9 64 .9 24 .4 58 .9 6,402 93.9 6.817 

SES ALL 483 6.6 326 4.5 71 1.0 24 .3 62 .8 6,823 93.4 7,306 
UNSP GR M 3 33.3 1 44.1 1 9.1 1 #4.1 6 66.7 9 
UNSP GR ALL 3 33.3 1 4.1 1 14.1 1 4.1 6 66.7 9 

ALL ALL 100,341 15.1 $68,669 8.8 21,071 3.2 4,222 .6 16,179 2.4 565.058 84.9 665399 


NOTE: RECORDS WITH UNSPECIFIED SEX AND RNO ARE EXCLUDED. 


.NOTE: PAY PLANS GS, GM, GW, AND SES ONLY. 
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GS 14-15 
6S 14-18 
@S$ 14-15 


AL. 


SEX ALL-MINS 


ALL 


21,032 
21,792 
42,8624 


8,605 
21,811 
30,416 


384 
446 


14.5 


PROFESSIONAL-ADMINISTRATIVE EMPLOYMENT BY MAJOR GRADE GROUPINGS 
BY RACE NATIONAL ORIGIN AND SEX 
ALL CPOF AGENCIES EXCEPT BIA AND IHS 
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HISP HIS 
63 3.7 
36 «(8.7 
99 864.3 

1,381 4.2 

1,600 §.6 

2,981 4.8 
62 2.1 
70 0= 3.7 
132 (2.7 

3,116 3.5 

6,483 4.1 

9,569 3.9 

840 2.2 

§.140 2.3 

$,980 2.3 
116 1.8 

1,168 1.5 

1,264 1.5 

6 1.3 
57 8 
63 i 
20,108 3.0 


NOTE: RECORDS WITH UNSPECIFIED SEX AND RNO ARE EXCLUDED. 
‘NOTE: PAY PLANS GS, GM, GW, AND SES ONLY. 
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1,093 
408 
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23,310 
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1,566 
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67 ,080 
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ALL-EMPLOYVEES 


1,693 
631 
2,324 


32.839 
28,717 
61,556 


2.955 
1,695 
4,850 


88,112 
157, 160 
248,272 


37,914 
219,053 
256 , 967 


6,483 
77,933 
84 , 336 
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